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Aim
 To propose a model of the relationship 
between personality and workplace 
behaviour using a modern theory of 
personality
 Identify distal and proximal predictors
 Identify potential mediators
 Simultaneously test these pathways 
through SEM
Personality and Workplace 
behaviour
 Current Approaches
 Focus on the Five Factor (‘Big Five’) model 
of personality
 Extraversion, emotional stability, openness to 
experience, agreeableness, conscientiousness
 These models are ‘quite good’ at predicting 
behaviour in the workplace
Personality and Workplace 
behaviour
 Hurtz & Donovan (2000) meta-analysis
Personality 
dimension
Overall true score 
correlation
Correlation with 
selected occupation
Conscientiousness 0.22 0.29 (sales)
Emotional Stability 0.14 0.15 (sales)
Agreeableness 0.13 0.19 (customer service)
Extraversion 0.10 0.16 (sales)
Openness to experience 0.07 0.17 (customer service)
Limitations of using Five Factor 
models in Organisational Psychology
 Lack of focus on the theoretical structure 
of personality
The Big Five
 Big Five models
 Are based on factor analysis
 Are hierarchical in structure
 Do not propose relationships between 
traits
2Are scales really 
unrelated/orthogonal?
 De Young (2006)1
 Neuroticism & Agreeableness r = -0.36
 Neuroticism & Conscientiousness r = -0.31
 Extraversion & Openness r = 0.25
1. Other recent studies (e.g. De Young et al., 2007; Marcus et al., 2007) have produced similar 
results
Perhaps scales are related 
structurally…
 E.g…
Neuroticism
genes
genes
Agreeableness
Conscientiousness
Environment
Environment
Specific work behaviour
Cloninger et al.’s (1993) 
Psychobiological Model of Personality
 Model based on:
 Twin studies 
 Studies of longitudinal development
 Drug studies
 Neuroanatomical studies 
 Studies of behavioural conditioning and 
learning.
Cloninger et al.’s (1993) 
Psychobiological Model of Personality
 7 dimensions of personality
 4 ‘temperament’ dimensions
 Harm Avoidance, Novelty Seeking (Impulsivity), 
Persistence, Reward Dependence
 4 ‘character’ dimensions
 Cooperativeness, Self Directedness, Self 
Transcendence
A model of the relationship between 
temperament and character
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Hypotheses
 Temperament dimensions would be 
indirectly related to workplace 
outcomes
 Character variables would be directly 
related to workplace outcomes
 Character would be mediated by 
temperament in the prediction of 
workplace outcomes
Method & Results
 Sample
 1102 part-time workers in tertiary education
 Model tested using SEM
 Indirect pathways (i.e. mediations) were tested 
using the Monte Carlo (parametric) bootstrapping 
procedure
 Results
 All models achieved excellent fit (GFI, AGFI, CFI > 
0.98, RMSEA < 0.05) 
Results
 Correlations between personality dimensions and outcome 
variables:
Personality 
Dimension
Job Performance Job Satisfaction Workplace Deviance
Persistence 0.17** (0.32**) 0.04 -0.10
Impulsivity -0.02 (0.13) -0.07 0.11*
Harm Avoidance -0.09 (-0.30**) -0.09 -0.06
Self-transcendence 0.04 (0.22) 0.01 -0.03
Self-directedness 0.19** (0.25*) 0.12* -0.20**
Cooperativeness 0.14* (0.22*) 0.15** -0.22**
Note: Text in parentheses represent correlations between personality dimensions and supervisor rated Job 
Performance
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Implications of significant 
mediations
 Temperament dimensions impact workplace 
outcomes because of their association with character 
variables
 Traits traditionally regarded as ‘undesirable’ such as Harm 
Avoidance (similar to neuroticism) and Impulsivity lead to 
negative behaviours because they are precursors to low 
levels of character 
 As character dimensions are theoretically trainable, 
then Harm Avoidance and Impulsivity should not 
necessarily be seen as a barrier to effective 
workplace behaviours
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Implications
 It was found that character dimensions are 
related to workplace outcome variables
 Theoretically, character is responsive to 
training programs
 Therefore, some aspects of personality, which 
are associated with workplace outcome 
variables, are responsive to training.
